We examined the interactive effects of calling and competitive climate on the relationship between abusive supervision and turnover intention via organizational cynicism. We hypothesized that high levels of calling would strengthen, and high levels of competitive climate would mitigate, the negative indirect effects of abusive supervision on turnover intention via organizational cynicism. We conducted a survey using a sample of U.S. employees (N = 236) to test five hypotheses. As predicted, results demonstrate that under a high level of abusive supervision, individuals were more likely to become cynical about the organization, which in turn heightened turnover intention. Moderated mediation analyses found that calling exacerbated, but competitive climate attenuated, the mediating effect of organizational cynicism on the relationship between abusive supervision and turnover intention. Underlying mechanisms and implications, as well as avenues for future research, are discussed.
Abusive supervision has been identified as a destructive leadership method that impairs job effectiveness (Duffy, Ganster, & Pagon, 2002; Tepper, 2000) . Despite its detrimental effects, abusive supervision is evident in many organizations. Based on a recent study, between 10% and 16% of employees in the U.S.
experience abusive supervision on a daily basis (Namie & Namie, 2000) . An abundant literature has documented the negative effects of abusive supervision; however, most of these studies have focused on the simple negative impacts of abusive supervision. Only few researchers have examined potential moderators and mediators of the relationship between abusive supervision and job outcomes. Some of the studies take situational moderators into consideration, such as mechanistic versus organic structures (Aryee, Sun, Chen, & Debrah, 2008) and hostile work climates (Mawritz, Mayer, Hoobler, Wayne, & Marinova, 2012) . It still needs more investigation of situational and individual moderators in order to further develop the extant literature. Thus, we set out to examine not only why abusive supervision increases turnover intention, but also who suffers the most from this type of supervision.
Both organizational cynicism and turnover intentions are two attitudinal variables which are considered to be a major consequences of abusive supervision. Those attitudes could result in deleterious results and significant amount of budget loss in organization (Mitchell, Holtom, & Lee, 2001) . Hinkin and Tracey (2000) mentioned that the cost of turnover was estimated as much as 5 percept of operational budget in organization including replacement and separation cost. Given that the significant effect of turnover on organizations, we tried to investigate the mechanism so that we could understand how abusive supervision leads to turnover intention. There was relatively short of literature with regard to employees' affective reactions as mediators between abusive supervision and turnover intention. Thus, we hypothesized organizational cynicism would mediate the relationship between abusive supervision and turnover intention.
According to Tepper (2007) Vocational calling is relatively a new concept in this field, so it needs to be elucidated how it works under injustice organizational conditions such as abusive supervision. Vocational calling has been known to be related with a wide variety of positive job outcomes, and negatively related with turnover intentions. Spreitzer (1995) proposed However, the effects of abusive supervision are more influential compared with other forms of maltreatments.
In line with significant impacts of abusive supervision, the extant literature has examined negative influences of abusive supervision in many aspects in the organizations. With regard to psychological consequences, it has been found that abusive supervision is associated with higher psychological distress (Richman, Flaherty, Rospenda, & Christensen, 1992) , job dissatisfaction, lower self-efficacy (Duffy et al., 2002) , less organizational commitment, helplessness (Ashforth, 1994) , higher counterproductive work behavior (Han & Park, 2009 ) and higher organizational cynicism. In terms of job effectiveness, under abusive supervision, employees showed more counterproductive work behaviors, less citizenship behavior, poor performance, injustice perception toward organization, and higher turnover intentions (Aryee et al., 2008; Harris, Kacmar, & Zivnuska, 2007; Jun & Jeung, 2015; Kuo, Chang, Quinton, Lu, & Lee, 2015; Liu, & Wang, 2013; Martinko, Harvey, Brees, & Mackey, 2013; Park, Son, & Yun, 2014; Tepper, 2000) .
The Mediating Role of Organizational Cynicism
Organizational cynicism, by definition, is a negative attitude about an organization (Dean, Brandes, & Dharwadkar, 1999) The literature on psychological contract breach (Andersson, 1996) assumes that employees share a belief that the organization is obligated to fulfill its part of a reciprocal exchange between employee and organization. When employees feel that the organization is not fulfilling its reciprocal obligations-and thereby violating the psychological contract-employees are likely to feel resentment (Andersson, 1996) . Our overall model is shown in Figure 1 .
Method

Participants and Procedure
We conducted a study of 236 employees in the U.S. using Amazon.com's Mechanical Turk Table 1 .
Measures
Abusive supervision
We measured abusive supervision using Tepper's (2000) 15-item scale on a 5-point
Likert scale that ranged from 1 (I can't remember him/her ever using this behavior with me) to 5 (He/she uses this behavior very often with me). Participants were asked to rate the frequency of the supervisor's abusive behaviors.
The sample items from the scale are "My supervisor reminds me of my past mistakes and failures" and "My boss is rude to me".
Coefficient alpha for the scale was .96.
Vocational calling
We assessed participants' calling using 
Competitive climate
We employed Brown, Cron, and Slocum's 
Organizational cynicism
We assessed organizational cynicism using Dean, Brandes, and Dharwadkar's (1998) 
Turnover intention
We adapted Becker's (1992) 4-item intention-to-quit scale using a 7-point Likert scale that ranged from 1 (strongly disagree) to 7 (strongly agree). The first two items came 
Control variables
On the basis of a review of the literature, we identified three variables that could confound with our main variables: gender, age, and negative affectivity. We controlled for age because it is perceived to be less costly for younger employees to leave a job and seek alternatives than for older ones (Barnes & Jones, 1974) , and an employee's age is significantly negatively related to abusive supervision (Zhang & Bednall, 2015 
Results
Preliminary Analyses
Descriptive statistics and bivariate correlations among study variables are shown in Note. *p < .05, **p < .01, ***p < .001. (Preacher, Rucker, & Hayes, 2007) . Sobel test results also showed that the indirect effect was significant (Sobel Z = 4.75, p < .001).
Therefore, Hypothesis 1 was supported.
The Moderated Mediating Effect of Calling and Competitive Climate
We analyzed moderated mediation (Muller, Judd, & Yzerbyt, 2005) Table 3 ); we demonstrated that interactions for abusive supervision with both calling (B = .14, t = 2.47, p < .05) and competitive climate (B = -.13, t = -2.31, p < .05) were significant for predicting organizational cynicism.
To further understand the moderating effect, we plotted the interaction graph using one standard deviation above and below the mean of calling, and competitive climate (see Figure 2) . Condition 
Limitations and Future Directions
This study is not without limitations. First, by using cross-sectional data we could not establish causation, and can only imply correlations between variables. As a correlational study, it also suffers from common method biases (Podsakoff, MacKenzie, Lee, & Podsakoff, 2003) . In the correlational study, the correlations between variables are more likely to be inflated due to the common method bias; therefore, it would be beneficial to conduct a longitudinal study of abusive supervision. Second, we used a simultaneous hierarchical regression model, which might yield less accurate estimates than a multilevel model (Ng, Chen, & Aryee, 2012; Tepper, 2007) . Thus, other organization-level variables should be considered-such as autonomic, normative, and authoritarian organizational climates-using multilevel models. Lastly, we 
